Abstract. The study was taken assess the effect of Vigor, Dedication and Absorption dimensions of Employee engagement on the Job performance of the employees and its implication on this industry. Data was collected from manager/senior executives and supervisors/junior executives by administering them structured questionnaire on employee engagement and job performance. Data analyses & interpretation was done by using simple percentage, Pearson Correlation and One Way ANOVA. Correlation analysis reveals that vigor, dedication and absorption has positive and significant relationship with contextual and task performance of employees. ANOVA also confirmed that these employees engagement factors significantly effects contextual and task performance of the employees.
Introduction
In today's global competitive scenario, Employee Engagement has emerged as an important and critical element for hospitality and tourism business success. Businesses of hospitality and tourism are striving hard to gain an upper edge above others. Performance of employees plays a pivotal role in shaping the future of any organization. Organization as a whole and individual in particular contributes towards improved job performance. [1] The growing trends and increased competition in hospitality and tourism industry has caused even the front runners of the industry to evaluate their practices and check for areas of improvement.
The most fundamental challenge facing the hospitality and tourism industry is "the attraction and retention of the necessary number and quality of young people" (Lewis & Airey, 2011). Kim et al. (2009) , commenting on the focus on engagement in hospitality research, have observed that "despite the growing interest about work engagement, studies in employee engagement are limited".
Travel & Tourism generated 37, 2800 jobs directly in 2015 (5.4% of total employment), this is forecast to grow by 3.2% in 2015 and by 2025, it will account for 52,8300 jobs directly, an increase of 3.2% p.a. over the next ten years (Hainan Travel & Tourism Development Committee 2015). In Hainan this industry contributes around 7.7 present to the GDP and 9.78 present of the total employment in the province in the year 2015 (Hainan Travel & Tourism Development Committee 2015). The constant transformation has made the Hainan hotel industry more functional and practical and has gained a level of acceptance all over the world. In Hainan, hospitality and tourism industry is one of the important and growing industry (Economic Survey of Hainan, 2015), but on it virtually no study is made to assess the employee engagement and performance. Hence the present study is under taken to assess the effect of employee engagement on job performance of employees in hospitality and tourism industry of the province and to provide management of hospitality firms with an understanding that can stimulate employee engagement. [2] 
Study Hypotheses
Job Performance dimensions that is contextual and task performance of employees was taken for the study. Contextual Performance includes activities that support the organizational, social, and psychological environment in which task performance occurs. [5] They are common to all jobs. These activities are less role-prescribed. For contextual performance, the major sources of variation are employee predispositions and volition. Behaviors such as volunteering, helping, persisting, etc. are probably better predicted by volitional variables related to individual differences in motivational characteristics and predisposition or person-organization fit. Task Performance includes activities that contribute either directly or indirectly to the technical core of the organization. It varies between different jobs within the same organization. [6] The activities are role-prescribed and are behaviors that employees perform in exchange for pay. The important human characteristics for completing task activities are knowledge, skills and abilities (KSAs). These KSAs usually co-vary with task proficiency. [3] The dimensions of Employee Engagement which were taken for the study includes: a) Vigor: It is characterized by high levels of energy and mental resilience while working, the willingness to invest effort in one's work, and persistence even in the face of difficulties. H1: Vigor has no effect on job performance of employees. b) Dedication: It refers to being strongly involved in one's work and experiencing a sense of significance, enthusiasm and challenge. H2: Dedication has no significant influence on job performance of employees c) Absorption: It is characterized by being fully concentrated and happily engrossed in one's work, whereby time passes quickly and one has difficulties with detaching oneself from work (Schaufeli & Bakker, 2014). H3: Absorption has no effect job performance of employees.
Data Collection and Analysis
Primary data has been collected from manager/senior executives and supervisors/ junior executives of selected hotels by administering them the questionnaire on employee engagement and job performance. Interpersonal interactions and observations have also been utilized for cross checking the questionnaires.
The sample for the study was drawn from all the population units with the help of multi-stage sampling. At the first stage all the districts were arranged in descending order of the number of registered star-hotels under Committee of Tourism Development in Hainan and are given in table 1. In the second stage, in order to make the sample representative, the following procedure was adopted.
4 cities or counties [Sanya (252), Haikou (148), Qionghai(78), Lingao (4)] consisting of one among highest, provincial city, moderate and lowest number of registered star-hotels were identified for the study.
In each city or county, the hotels were arranged in the alphabetical order of their names and every 10th hotel (4 in Lingao county) is selected for the study.
Finally 34 star-hotels were selected for study comprising of the hotels from four different cities or counties as shown in table 2. The table 3 shows that the sample consists of 43.14 percent employees from the age group of (20-30 yrs), 35.71 percent from the age group (30-40 yrs), 16.29 percent from the age group of (40-50 yrs) and 4.86 percent from the age group above (50 yrs). Among the total employees, 86.86 percent are males and 13.14 percent females, 69.14 percent married and 30.86 percent unmarried, 89.43 percent contractual and 10.57 percent salaried. The table further shows 13.14 percent 10th standard, 33.43 percent 12th /plus two /Diploma holders, 45.72 percent undergraduate and 7.71 percent post graduate employees. 9.15 percent employees have income per month less than RMB three thousand, 46 percent between RMB three thousand and RMB five thousand, 33.14 percent between RMB five thousand and RMB seven thousand and 11.71 percent above RMB seven thousand respectively. 89.43 percent employees were contractual while only 10.57 percent constituted a salaried class.
Organization variables of the respondents, i.e., Job Tenure, Designation at work, Type of organization and its Size along with their frequency and percentage are given in Table 4 . The table 4 shows that the respondents with the lowest years of experience that is (0-l0yrs) were 68.57 percent, with the experience of (10-20 yrs) were 23.14 percent, with (20-30 yrs) were 6 percent and with more that (30 yrs) of experience were 2.30 percent. The number of managers/senior executives in the sample was 76.29 percent whereas supervisors/ junior executives were 23.71 percent. 89.71 percent employees were employed in the international brand hotels and 10.29 percent were employed in the national brand hotels. The employees from lowest size of organization (1-10 office rooms) were 10 percent, with the size of (10-20 office rooms) were 54 percent, further with (20-30 office rooms) were 29.43 percent and with the size of more than 30 office rooms were 6.57 percent.
Interrelationship between employee engagement and job performance on the basis of correlation analysis is presented in Table 5 . **Correlation is significant at the 0.01 level (2-tailed). Table 5 shows the following impact of Vigor, Dedication and Absorption factors on the Contextual Performance and Task performance dimensions of Job Performance of the employees. a) Vigor: (r=.534, p<0.01) for contextual performance and (r= .576, p<0.01) for task performance shows that vigor has a positive and significant relationship with contextual and task performance. b) Dedication: There is a positive and significant relationship between dedication and contextual performance (r= .431, p<0.01) as well as task performance (r= .443, p<0.01). Thus it can be inferred that if dedication of employees is high, it can lead to increase in contextual and task performance. c) Absorption: There exist a significant positive relationship between absorption and contextual performance (r=.507, p<0.01) and task performance (r= .618, p<0.01). The above observation concludes that increased degree of absorption changed the two job performance parameters of contextual and task performance in positive direction.
Interrelationship between employee engagement and job performance based on One-Way ANOVA is given in Table 6 . The above analysis concludes that employee engagement significantly influences job performance of employees. There are several reasons why engaged workers may perform better than their non-engaged counterparts. According to the broaden-and-build theory (Fredrickson, 2001) , positive emotions like joy, interest and contentment share the capacity to broaden people's momentary thought-action repertoires and build their personal resources (ranging from physical and intellectual resources to social and psychological) through widening the array of thoughts and actions. [4] Thus, engaged workers may perform better because they often experience positive emotions and are open to new experiences. Several recent studies have indeed shown that work engagement is positively related to job performance, which the present study also supports. The analysis of the effects of vigor, dedication and absorption reveals significant effect on contextual and task performance. Hence it rejects the null hypothesis (H1) that Vigor has no effect on job performance of employees. [3] The results indicate that strong relationship exists between employee engagement and job performance. Increase in vigor, dedication and absorption among employees increased their contextual and task performance. The more the employees are enthusiastic and involved in their job, the more their performance and work improves. It is also in accordance study by Bakker (2007) that revealed that engaged employees scored higher in extra role performance than those not engaged employees and work engagement was significantly related to extra role performance of employees. Further studies report that employee engagement has a positive relationship with employee job performance and outcomes in the organization. One survey on flight attendants concluded that employee engagement mediated the relationship between self-efficacy and both in-role and extra-role performance. In short the above results conclude that all employee engagement is related to job performance of employees. Hence the present study rejects the null hypothesis (H2) that assumes no significant influence of dedication on the job performance of employees.
Increase in degree of absorption found to positively effects job performance parameters of contextual and task performance hence the null hypothesis (H3) which states that absorption has significant effect on job performance of employees has been rejected.
The findings reveal that the null hypothesis taken for the study were not only found to be rejected but all the three dimensions of Employee Engagement, i.e., vigor, dedication and absorption taken for the study were found to have positive relationship with dimensions of job performance, i.e., contextual and task performance, therefore hospitality and tourism industry should conduct regular Employee engagement surveys based upon the criteria. This would help the top management to know about how employees feel while working in the organization and would help to increase their job performance. [5] Career development programs should be designed so that the employee can clearly figure out his career path and growth opportunities available to him. These programs would help employees understand how the organization would help them achieve their career goals, so that they develop a sense of belongingness that would further help in creating an engaged organizational culture. Hainan Committee of Tourism development should conduct regular surveys of employees to know about the problems and working conditions of employees which will have a positive effect on the hospitality and tourism industry in the province particularly when competition in the hospitality industry has increased manifold.
Conclusion
The hospitality industry of Hainan which is growing pillar industry in the province, the dimensions of Employee Engagement have been found to have positive relation with dimensions of job performance, i.e., contextual and task performance of employees, hence for the healthy growth of this industry in the province, there needs to give impetus to these dimensions of employees. There is needs to conduct regular surveys and based on them re-dress employees problem and provide them incentives. It will not only develop a sense of belongingness of these employees in their respective organizations but will energize them to work enthusiastically not only for the success of their respective organizations but the provincial hospitality and tourism industry as a whole. All Stake holders involved Hainan Hospitality and tourism industry including private individual & cooperative, Government tourism enterprises hotels, Hainan Department of Tourism Development, provincial Department of Human Resources and Social Security and so on should have a policy for regular time bond assessment of employees' engagement factors and their impact on the growth and success of this industry.
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